Human resources and their knowledge are the main asset of the European Union and they represent the innovation potential of every organization regardless of in which country it carries out its business activities. This potential must be developed through formal and informal learning, which is the objective and concept of today's educational policy in most large organizations. The aim of the paper is to evaluate the tools for human resources training and development used in organizations operating in the Czech Republic. A questionnaire survey (n = 402) was carried out as part of quantitative research and the results were evaluated using descriptive and multivariate statistics (factor analysis). The results showed that training and development of employees is an integral part of HR activities in 82.34 % organizations in the Czech Republic; however, these activities are planned in only 29.3 % of organizations dealing with this area. The research results show that it is necessary to regularly evaluate the effectiveness of training and development of employees, focus on the development of managers in organizations and increase spending on training programs. With regard to the growing emphasis on increasing the competitiveness of not only the Czech Republic according to the Europe 2020 strategy, it is necessary that all employees enhance their qualifications.
INTRODUCTION
The strategic framework of European cooperation in education and training (Education and Training 2020) puts emphasis on continuing education and development of human resources. One may therefore say that human resources are the main asset of the entire European Union (MŠMT, 2010) . In the Europe 2020 strategy, one of the main indicators of the knowledge and competitive economy set in the area of education was the objective of lifelong learning (Europe 2020 (Europe , 2010 . Lifelong learning as a process of adaptation to changing conditions in the society, economy and technology thus becomes a prerequisite for sustained personal development (Veteška and Tureckiová, 2008) . As suggested by Naimpally et al. (2012) , lifelong learning may be characterized as a summary of all training and developmental activities throughout one's entire life, which are divided, under Eurydice (2011) , into formal, non-formal and informal ones.
Eurostat data show that the percentage of persons participating in some form of lifelong learning was, in 2015, 10.7 % in EU28 countries and 8.5 % of population in the Czech Republic, which is the lowest value in the past 5 years. The Czech Republic is therefore under the EU28 average, but does not differ significantly from most EU countries. The average of EU28 countries is significantly influenced by the results of Nordic countries, where the results exceed 25 %. In line with the commitment of the Czech Republic in the ET 2020 Strategy, the objective set for 2020 is at least 15 % of the population taking part in some form of lifelong learning (MŠMT, 2014) .
It should be noted that in the knowledge economy, it is currently not possible to convey competences required by the society only based on the existing education system. Continuing education of adults, including as part of their employment, is necessary for the operation and development of the entire society, the particular organization and the individual themselves (Kalamas, 2004) . According to the Adult Education Survey (2011), which is the primary source of lifelong learning data, employers are the most common providers of non-formal education and training, making up about a third of all these activities. This means that organizations play an indispensable role in lifelong learning. The main reason for supporting human resources development is social demand for new kinds of knowledge and qualifications (Azizi, 2012) . Human resources are critical for the creation and transfer of knowledge, and they are one of the factors that determine the innovative potential of every organization (Dimitrescu et al., 2015) . Investment in education and training is a determining factor of competitiveness, sustainable development and employment in the entire European Union, and they greatly affect the quality of life (Aksakal, Kazu, 2015; Soukup, 2015) in individual countries in the world and every organization doing business in them.
If organizations are to be successful in the current highly competitive environment, this is if they want to achieve outstanding results and fulfill their strategic objectives, they not only have to use modern technology, have an effective set-up of internal processes and customer care but, last but not least, they need to obtain qualified employees, be able to retain them and continuously and purposefully develop their knowledge and skills (Shin, Huang, 2011; Snell, Bohlander, 2010) . Employees are bearers of knowledge and experience in organizations and the success of the organization as a whole depends on their knowledge, experience, creativity, approach and performance (Levy, 2011) .
The Continuing Vocational Training Survey (CTVS), which is part of EU statistics of lifelong learning, collects information on investment of enterprises in further vocational training of their employees. This research applies to education or training fully or partially funded by enterprises which have as their main goal obtaining new skills or development and perfection of the existing ones through specialized courses or other forms of CVT (Continuing Vocational Training Survey, 2013) . The last wave of this research was carried out in 2010, when it was found out that in EU28, initial vocational training (IVT) is provided by approximately one fourth (24 %) of all organizations employing more than 10 employees. Only 5 EU Member States are above the EU28 average. Initial training is most dealt with by organizations in Germany and Denmark, where the proportion of these organizations is more than 50 %. On the contrary, less than 1 organization in 10 deals with initial training in 12 Member States. The Czech Republic is one of the countries with the lowest proportion of organizations providing initial training in enterprises; worse results were recorded in only two countries, Romania and Lithuania. The results also showed that continuing vocational training (CTV) is provided by 66 % of EU28 organizations. The results again show inequalities among the Member States. 91 % organizations provide training in Denmark, whereas only 22 % do in Poland. The Czech Republic is above the EU28 average, having a 72 % share of all organizations.
It can be concluded based on the above that the fundamental prerequisite of successful business is the organization's employees (Wong, 2009) . However, it is not always possible to obtain workers in the labor market possessing the knowledge, skills and approach currently needed by the organization. This is why an effective development and training of employees are necessary so that employees reach the required educational level as fast as possible and to, in the case of existing employees, develop their knowledge for the possibility of their personal development (career) and development of the entire organization (Maurer, Gonon, 2014) .
The aim of the paper is to evaluate the tools for human resources training and development used in organizations operating in the Czech Republic. A sub-objectives of the paper are:
• to determine which factors influence the implementation of learning processes in organizations;
• to identify the most frequently used methods of the educational process and personal development of employees in current practice; • to summarize the behavior and attitude of the queried organizations in investigated area; • to identify and evaluate the level of expenditure on employee development in organizations and to put recommendations for these organizations in the investigated area; • to compare research results with similar studies and with results of the Adult Education Survey. The structure of the paper is as follows: the theoretical background of the paper is presented first; this is followed by the paper's materials and methods which describe the paper's preparation. Furthermore, the results have been evaluated and there are proposed summary and recommendations outstanding from the research for organizations in the Czech Republic in area of human resource development and assessment of situation in area of training and development. Finally, the paper also presents the theoretical and practical benefits and limitations which apply to it.
MATERIALS AND METHODS
The theoretical part of the paper was prepared based on an analysis of secondary sources, i.e. using a comparison of theoretical approaches of Czech and foreign authors of scientific articles and monographs on training and development of human resources. Data obtained from available EU documents and the Eurostat database were also used in the preparation of the theoretical background.
The primary data were obtained through quantitative research in organizations operating in the Czech Republic in all sectors of the economy (according to the CZ-NACE classification). The research was conducted electronically between September 2015 and June 2016. The questionnaire was completed by managers of these organizations in mid-level and top management. The questions employed specialist terms generally known to mid-level and top management. For potentially ambiguous questions, terms were explicitly defined. The results are focused on managerial aspects and marginally on economic aspects. The survey had 12 questions and 4 identification questions in the area of learning, training and development in organizations.
A total of n = 402 organizations participated in a questionnaire survey in the monitored period from 1 September 2015 to 30 June 2016 (774 were addressed; the response rate was 51.9 %). The organizations were selected for the research only and their composition was random, it does not respect the exact breakdown in the national economy. The questionnaire respected the ethical aspect and anonymity of respondents.
The structure of organizations which participated in the research was as follows: Closed or semi-open questions, which were compiled on the basis of the study of literature, documents and other related research, were used to obtain answers. In order to evaluate the results, descriptive statistics tools such as absolute and relative frequencies, dependence tests (χ2 test) and tests of strength dependence (Cramer's V) were used. If the p-value was lower than α = 0.05, the null hypothesis was rejected. A scale according to de Vaus (2002) was used. 4 basic null hypotheses (and working hypotheses monitoring the dependency of each method on the size of the organization / number of employees/ and the existence of an HR Department) were tested.
Null hypotheses tested: • There is no statistical dependency between the implementation of educational processes and the sector in which the polled organization operates.
• There is no statistical dependency between the implementation of educational processes and the kind of market in which the polled organization operates.
• There is no statistical dependency between the implementation of educational processes and the size of the polled organization.
• There is no statistical dependency between the implementation of educational processes and the existence of a HR Department in the polled organization.
Multivariate statistical methods included factor analysis, and the calculations and interpretation of data were used as in Hebák et al. (2014) . This analysis was used in an attempt to make the monitored and investigated phenomena more simple and clear. Factor analysis was used to create factors which summarize the behavior or respondents (managers) into coherent groups. Factor analysis was used only as a verifying analysis; first, theoretical assumptions were established (formation of theoretical factors, individual methods used), which were subsequently tested as to whether similar results are found and broken down into subgroups (factors) to reduce the number of variables entering the analysis. Emphasis is put on the meaningfulness and justification of factors in terms of theory in the area of human resources management.
In the case of factor analysis, the approach is more heuristic, requiring also deep understanding of the issue under consideration and experience with the selected method of data analysis. This method is rejected by some statisticians as little exact, insufficiently conclusive and subjective. On the contrary, many researchers from among sociologists use factor analysis often and trust it (Palát, 2012) . The method is also commonly used and popular in the area of research into human resources (Anderson, 2009) . The fact that factor analysis is often used in the area of human resources is one of the reasons it was also used in the preparation of this paper. The above facts were respected while using it and it was interpreted with the knowledge of the theory on the issue.
Correlation analysis followed by principal component analysis and factor analysis using the Varimax method were used for the calculations. The Kaiser-Guttman rule was used for the selection of substantial factors (i.e. the eigenvalue of substantial factors is greater than 1). Significant values were considered those exceeding 0.3 (Anderson, 2009 ). Again, this particular methodology only applies to social sciences and work with research in the area of human resources. To evaluate the data, the SPSS 23 statistical software and MS Excel 2007 were used.
RESULTS
A total of 48.26 % (194) representatives of the polled organizations stated they had an HR Department, and most (51.74 %) of the polled organizations did not yet have a separate HR Department in charge with implementation of the set personnel policies. In contrast, most of the contacted representatives of organizations (82.34 %, 331 in total) stated that they dealt with the area of training and development of their employees, and only 71 organizations do not further educate their employees after hiring. These employees then did not participate in a further stage of research into training and development of employees. Organizations which do deal with training are mostly international organizations (137), large organizations (132), organizations having HR Departments (180) and ones operating in the private sector (224).
The 4 null hypotheses were rejected based on the tests of dependency of the selected qualitative variables, and alternative hypotheses claiming an existence of the following variable were adopted:
• There is a statistical dependency between the implementation of educational processes and the sector in which the polled organization operates (p-value = 0.018, Cramer's V = 0.142, low dependency).
• There is a statistical dependency between the implementation of educational processes and the kind of market in which the polled organization operates (p-value = 0.003, Cramer's V = 0.186, low dependency).
• There is a statistical dependency between the implementation of educational processes and the size of the organization (p-value = 0.000, Cramer's V = 0.290, low dependency).
• There is a statistical dependency between the implementation of educational processes and the existence of an HR Department (p-value = 0.000, Cramer's V = 0.265, low dependency). Furthermore, the contacted representatives of organizations characterized the area of training mostly (29.3 %) as unplanned, where the necessary courses take place at the given time; a similarly (29.3 %) as planned, where series of educational activities are planned for a certain period. See Tab. I for more detailed results.
On average, members of the management are provided with 11 days for education, specialists with 15.5 days, and administration employees with a total of 15 days. The methods used in the polled organizations in the educational process are shown in Tab. II (respondents could give multiple answers). A total of 129 managers of organizations (38.97 %) which do deal with training stated that employees could propose courses themselves; 51.96 % stated that employees were willing to learn but the courses must be proposed by the employer; employees are not willing to learn in 8.76 % of the polled organizations but if a course of proposed by the employer, they take it; and employees try to avoid training in 1 (0.30 %) organization. As regards activities used for the development of existing employees, methods detailed in Tab. III are used (the respondents could give multiple answers).
The results showed that methods of participation in team projects, development plans and participation in fulfillment of tasks in various functional areas of the organization are used most often. In contrast, the least used method is that of a development center as it is costly and time consuming. All the respondents stated in the "Other" category that they did not use any other methods. In terms of testing working hypotheses, 5 alternative hypotheses claiming an existence of dependency were adopted. It can be stated that there is a statistical dependency between the use of the method of employee development "Special tasks/projects stimulating learning" and the size of the organization, dependency between the use of the method "Development plan" and "Rotation plan" and the existence of an HR Department, and, last but not least, the use of "Training plans" and the size of the organization and the existence of an HR Department. The results confirm that only companies with HR Departments deal with support for planning and management of the area of personal department and social development of employees.
The results of descriptive statistics and the results of testing of dependencies between the selected qualitative characteristics were further subjected to multivariate statistics examination, i.e. factor analysis. As mentioned in Material and Methods, factor analysis was used to create factors which summarize the behavior or respondents (managers) into coherent groups. Factor analysis serves as a verifying tool, and emphasis is put on the meaningfulness and justification of factors in the area of human resources management, specifically in employee development. Tab. IV presents the factors identified.
III: Tab. III: Methods used in the personal development of employees

Methods
The variance in factor 1 may be considered the most important one (25.080), i.e. factor 1 explains 25 % of the total behavior of the variable. In total, these four identified variables explain 53.4 % of the sample's behavior or the possibilities of the resultant characteristics. The results of factor analysis of the questionnaire survey in the area of development of existing employees in the polled organizations are shown in Tab. V.
The first factor proves the importance of an adequately set adaptation program for new employees because an easier subsequent stabilization of employees may be expected in the case of an adequately set adaptation program. These organizations put emphasis on initial training in the form of work rotation (0.685) and gaining experience by mentoring (0.728), which includes an assigned experienced employee in the organization, and coaching (0.746), where 
Development of powers and responsibilities
Source: own survey employee acquire a healthy view of the world. The first factor can therefore be called "Adaptation and stabilization", and this factor includes methods of employee development heading towards a successful adaptation and stabilization of employees. The coefficients of the factors found range between 0.685 and 0.746, which means a high quality of the coefficients found. The second factor includes 4 values associated with substitutability and ensuring knowledge continuity between generations of employees. High-quality coefficients may be seen in participation in team projects (0.756), development plans (0.659), substitution plans, personnel reserves, ensuring of succession (0.498) and training plans for individuals (0.458). These organizations try to retain key knowledge of their employees and support sharing of knowledge to ensure continuity of individual activities. The third factor is called "Career planning and management" because it contains values oriented at a development center, which is for officers; internal and external internships to gain experience; and e-learning as a tool for self-learning, where the coefficients range from 0.502 (a fairly high quality of the coefficient) to 0.826 (a very high quality of the coefficient found). The fourth factor focuses on the development of the actual powers and responsibilities, where the coefficients range from 0.455 to 0.761. This factors consists of 3 values, namely participation in the fulfillment of tasks in various functional areas of the organization, special tasks/projects stimulating learning and enrichment of work, which also helps increase employee satisfaction in the organization, and building of a good brand of the employer in the eyes of existing employees.
With regard to the above, it can be summarized that training and development of employees is an integral part of HR activities which are necessary, in today's global environment, to obtain and retain a competitive advantage in each organization.
DISCUSSION
According to the Global Human Capital Trends 2015 survey by Deloitte, training and development of employees have become the third most important challenge in the current global environment. Although, in the respondents' perception, the importance of support for training has tripled from the previous year, only 40 % of organizations evaluate their organization as ready to deal with this challenge.
The largest European research into lifelong learning (AES) revealed that barriers related to education or training were partially removed in the Czech Republic between 2007 and 2011. The number of persons willing to participate in some form of lifelong learning but prevented to do so but some personal or other reasons has decreased in the monitored period. The most frequently stated reasons include: continuing education is not required by the employer (36.2 %), family obligations (20.1 %), lack of time due to high workload (8.5 %) and other personal reasons (12.6 %). Answers of the polled organizations show that most employees are willing to learn and they themselves look for possibilities of their further development; employees refuse further vocational training or even try to avoid training courses in only 9 % of organizations. Results of the Global Workforce Study (2014) showed that employees consider the possibilities of further training and development one of the most important factors in considering a job and they even evaluate these opportunities as more important that the reputation of the organization as a good employer or paid leave. It is therefore necessary that employers realize that the offer of training and other developmental activities has a big impact on whether the organization will be able to attract and retain its employees, which is also evidenced by research by McDonnell et al. (2016) .
The results showed that 82.34 % of the polled organizations deal with training and development of their employees, which is also confirmed by 2010 CVTS results, where organizations in the Czech Republic exceeded the EU28 average in the proportion of organizations providing further vocational training. However, the same research revealed that Czech organizations do not deal with Initial Vocational Training upon hiring new employees. In large organizations with more than 250 employees, this even applies to 99 % of them, which is also associated with the fact that 72 % of organizations not providing further vocational training believe that the knowledge and skills of their employees correspond to the needs of the organization and therefore need not be deepened.
Whether organization deal with employee training depends mainly on the size of the organization and the existence of an HR Department, which is in place in only 48.26 % of the polled organizations. The results have confirmed that only companies with HR Departments deal with support for planning and management of the area of personal department and social development of employees. CVTS (2010) identically found a dependency between planning of educational activities and/or creating a budget for them and the size of the organization. 85 % of large organizations plan educational activities for a certain period as opposed to only 27 % of organizations with up 49 employees. The Czech Republic is in the average of EU28 countries (34 %). Answers of the polled organizations showed that the same number of organizations characterize training in the organization as both planned and unplanned.
A majority of the polled organizations (59.52 %) do not systematically evaluate the effectiveness of training of their employees. However, this result is better than as shown by CVTS (2010) , where only 37 % of Czech organizations providing further vocational training dealt with the evaluation of impacts and benefits of training courses.
The worst results were achieved by Czech organizations in average expenditure on courses of continuing education and vocational training. According to CVTS (2010), Czech organizations even expend the least funds per course participant from all EU countries (394 PPS as opposed to EU28 average of 1,357 PPS). The polled organizations spend most days a year on training of specialists (15.5 days) and administration employees (15), and least on members of the management with 11 days of vocational training per year.
The above results indicate that organizations in the Czech Republic realize the need for further training and development of their employees but they are not willing to spend funds on them, which also corresponds to the most commonly used education methods, which are self-learning, lectures and e-learning. As previously discussed, the lowest number of days of vocational training is provided to managers of organizations. This fact is confirmed also by the use of the method of a development center in personal development of employees, which is used by only 2.22 % of the polled organizations. Conversely, organizations focus most on participation in team projects, development plans and participation in the fulfillment of tasks in various functional areas of the organization. Research studies by Judrups et al. (2015) also point out that organizations currently do not use the knowledge of their employees to an extent allowing them to achieve their strategic objectives and achieve competitive advantages. They also note that especially large organizations often face problems in the development of human resources because they lack uniform criteria for the evaluation of employees and linking of evaluation results with further training and development.
Factor analysis identified four factors based on methods of personal development of employees which summarize approaches of the polled organizations. These factors include areas of adaptation and stabilization of employees, substitutability and ensuring knowledge continuity, career planning and management, and the area of development of powers and responsibilities. These areas may be considered key HR activities in organizations which want to be competitive and succeed in today's rapidly changing business environment.
The following can be recommended to the polled organizations based on the results:
Regularly evaluate the effectiveness of training and development of employees. A suitable tool to analyze the effectiveness and impact of the training is Kirkpatrick's Four-Level Training Evaluation Model. The most important part of this model is the fourth one -Results -which determines the success of the training program. It is also possible to use Balanced Scorecard, particularly to define operational goals in the learning and growth perspective.
With regard to the current pressure of management megatrends, focus on the development of managers with emphasis on the use of the Development center method. Although the costs of the Development center are relatively high in practice (ranging from 6 -30 thousand CZK per participant), studies confirmed that it is a suitable method for development of manager's potential and to manage their career in the organizational structures of the organization. The cooperation with external companies which are engaged in the implementation of development centers and which use a combination of individual and group activities allowing easier to assess the current core competence of managers, can be recommended.
Increase the expenditure on employee training to reduce the difference between the results of Czech organizations and the EU28 average. Expenditure on training and development of employees should be seen as investment in the future. Therefore, organizations should establish personnel strategy for education and training and at the beginning of each year they should set specific goals in this area, together with a clearly defined budget for them.
It should be noted that a good employer brand can be built thanks to emphasis of the organization management on continuing education and development of its employees, thus increasing the prestige with potential employees in the domestic and foreign labor markets. However, training and development should be provided to all age groups of employees, not only selected ones, although the methods of training and development may differ in each group.
CONCLUSION
The results showed that organizations in the Czech Republic realize the need for further training and development of their employees; 82.34 % of the polled organizations engage in these activities, whether regularly or irregularly. Despite this they are not willing to spend sufficient funds for employee development, which is confirmed by the most frequent, used training methods (self-learning, lectures and e-learning). Expenditure on employee training is strongly influenced mainly by the size of the organization. Previous research shows that the larger the organization, the greater the investment in employee training, which is associated with a set of personnel strategy of the organization in the field of education that SMEs do not always have. It is important to realize that employee development is important in all organizations, regardless of their size. Compared to expenditure on other activities of the organization, expenditure on employee training and development should be increased, which is in conformity with expectations of EU28. In the area of training and development and planning of educational activities, the polled organizations put emphasis on the area of adaptation and stabilization of employees, substitutability and ensuring knowledge continuity, career planning and management, and the area of development of powers and responsibilities, with correlation coefficients ranging from 0.455 to 0.826. The theoretical contribution of the paper is to emphasize the interdependence of lifelong learning with training in organizations as one of the fundamental pillars of the knowledge economy and to compare the approaches of foreign and Czech authors in order to draw assumptions for future research. The practical contribution of the paper is to present and evaluate the results achieved in the research and to make recommendations for the polled organizations based on these results. The limits of the paper we see in the relatively small sample of respondents (organizations). Most of the small organizations in the Czech Republic prefer only necessary or ad-hoc courses according to current needs. The research was mainly focused on large organizations that systematically deal with education and development of their employees. The sample of 402 respondents is considered representative for this survey, and the results can be applied to all selected organizations in the survey operating in the Czech Republic. The survey continues and future research may subsequently focus towards determining the effectiveness of training programs in the Czech Republic.
